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Abstract: 


The purpose of this study is to identify the impact of multi-factor leadership style and organizational culture 
on employee performance at Harbin Institute of Technology The quantitative approach with a five-point Likert 
scale questionnaire was used to determine the level, the relationship, and influence of multi-factor leadership 
style and organizational culture on employee performance. A sample size of 144 respondents was selected from 
the organization of this study. The set of questionnaires was distributed to the employees of the Harbin Institute 
of Technology located in Heilongjiang Province, China. In analyzing data collection, SPSS software Version 
23 was used. Descriptive Analysis was applied to find the level of the variables in the study and Pearson’s 
correlation and regression analysis were used to find the relationship and the influence of the predictor variables 
on the response variable. 
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Introduction 


The focus of this research study was to determine the impact on employee performance due to multi-factor leadership 
style and organizational culture for the Harbin Institute of Technology. The primary existence of the private company as in 
the case of Harbin Institute of Technology is to make a profit. To realize profit besides selling the product at a competitive 
price, the organization will have to manage the resources efficiently. The resources of an organization are human, and 
employees are the key to its success. It is therefore important that the company takes the necessary steps to ensure that their 
well-being is taken care of. Doing so will allow the employees to perform at their best. 

The multi-factor leadership style and workplace culture are the key determinants to ensure employees are always at high 
motivation levels. The environment within the organization can influence positively employee performance. Leaders are the 
ones that make or break the organizations. Successful businesses are driven by strong and effective leaders (Taty & Basir, 
2016). In the current dynamic environment of businesses, the need for strong leadership styles is highly sought to steer 
businesses to high performance (Hurduzeu, 2015). 

Some people would argue that leaders are born and some would say that leaders are to be nurtured. Both arguments are 
right to some extent. The inborn qualities that make a leader are not sufficient to make someone a good leader (Saeed, Hussain, 
Ali, & Hussain, 2016). Accumulation of experiences, acquisition of knowledge, and development of personal qualities are all 
recommended to make someone an effective leader (Northouse, 2016). The attributes to be an effective leader are vision, 
integrity, dedication, self-confidence, intellectual drive and knowledge, charisma, courage, creativity, good values, and ethics 
(Northouse, 2016). 
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Literature Review 


In today’s world, leaders are expected to respond to the change. World has witnessed major changes in the global business 
environment that have altered the way businesses are being conducted and required adjustments from the leaders to adapt to 
the dynamic change to manage the organizations. Kotter (2001) states that leadership is about managing change. He stresses 
that among the factors contributing to the change is the business world becoming more competitive and volatile, technological 
advancement, the deregulation of the markets, and greater competition in the international markets (Jaleha & Machuki, 2018). 

Kotter (2001) emphasizes that there is a difference between management and leadership. Management is to deal with the 
complexity of the organization such as its practices and procedures. A leader is expected to cope with the change. If the 
organization has strong leadership but weak management, it is no better. If the reverse, strong management but weak leadership 
is also not a good combination. The challenge is to find the right balance between strong leadership and strong management 
(Kotter, 2001). 

Business today requires organizations to operate at optimal levels due to competition from many fronts if they want to 
stay relevant in their businesses. Leaders need supportive teams to execute and manage the complexity of the business. Leaders 
have the power to influence people to execute the realized goals. Therefore, for the sake of the organization, motivated 
employees will perform to their capabilities under the influence of effective leaders. In the current scenario, leaders are not 
only expected to lead and motivate the team but also leaders are expected to take care of the well-being of their employees 
(Kotter, 2001). 

Another factor besides having influenced leaders or good leadership styles which can boost the performance of employees 
is having the right kind of culture at the workplace. Organizational culture is a set of values and norms shared by organization 
members and expressed through symbols understood by the team members (Hofstede, Neuijen, Ohayiv, & Sanders, 1990; 
Janicijevic, Nikcevic, & Vasic, 2018). The organizational culture is created through social interaction among the organization 
members and it is a collective and not individual construct and shared across the group (Schein, 2004). 

The organizational culture is a crucial element in the organization mainly it helps the organization to understand 
intergroup conflicts and if the organization can develop the right culture, the organization is destined for great success (Schein, 
2004). The decisions and actions of the managers and employees undertake and the interactions among the employees are 
determined by the value and norms of the organizational culture (Janicijevic et al. 2018). To enhance employee performance, 
the organization must possess strong leadership styles and the right climate of culture at the workplace. 

Research findings have shown that employee performance is positively related to the leadership styles employed at the 
organization and also positively related to the conducive work culture or environment of the organization (Burg-Brown, 2016). 
Numerous studies on a similar subject have been made by many researchers. In any organization, the success of the 
organizations will depend on the organizational performance, job satisfaction of the employees, and affective commitment by 
the employees (Bass & Riggio, 2006; Drucker, 2007). In the same breath, it can be said that the success or failure of any 
organization depends on employee performance. 

Leadership that encourages teamwork, creativity, and innovation, and fosters good communication will lead to increased 
employee performance, job satisfaction, and increased productivity (Basit, Sebastian, & Hassan, 2017). On the other hand, 
organizational culture is a factor that can be considered either as a stimulus to employee performance or as a restraining growth 
to employee performance (Naranjo - Valencia, Jimenez - Jimenez, & Sanz-Valle, 2016). What is not known is whether the 
employees’ performance at Harbin Institute of Technology is affected by the leadership styles and its organizational culture. 

Based on the findings done from previous studies, the researcher found that there is a gap to examine the role of leadership 
styles and organizational culture play in employee performance at Harbin Institute of Technology To survive in the ever- 
dynamic environment of manufacturing business and to fend off the competitors from the same industry, there is a need for 
the Harbin Institute of Technology organization to evaluate the relationship of the top management of the firm and the 
workplace culture that can bolster the employee performance. Employee performance is important in the manufacturing sector 
because the workforce is the main catalyst for the progression of other performances such as a falling rate of rejection, increase 
work efficiency, low turnover, and job satisfaction rate. Because of this, it is necessary to examine the impact of multifactor 
leadership style and organizational culture on employee performance in the organization. 
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Figure 1: Research Framework 
Research Objectives 


From the formulation of the problem, this research was conducted with the aim of: 

1. To examine the level of multifactor leadership style, organizational culture, and employee performance at the Harbin 
Institute of Technology 

2. To examine the relationship and influence of multifactor leadership style on employee performance at Harbin Institute of 
Technology 

3. To examine the relationship and influence of organizational culture on employee performance at the Harbin Institute of 
Technology 


Research Methodology and Data Analysis 


Population refers to a complete set of elements of individuals or objects having the same characteristics or traits defined 
by sampling criteria. Those sampling criteria are established by the researcher. The population for this study is the employees 
of Harbin Institute of Technology which consists of 232 employees under payroll. The assistant researcher is excluded from 
this study. As Harbin Institute of Technology represents a research institute in China, the result findings from this study can 
be used as a benchmark for further study of the research institute in China. 

The sample size is considered an important feature in survey research design (Bartlet, Kotrlik, & Higgins, 2001; Anandri, 
2016). The researcher used a random selection procedure to choose participants and the sample will be representative of the 
population. The sample was made up of employees of Harbin Institute of Technology from management positions to 
supervisor levels and general workers are excluded from this study. 

The researcher handed out the questionnaire to the representatives of the organization for all department representatives 
how to fill up the questionnaire. The researcher gave them ample time to fill up the questionnaire and would collect it back 
two weeks later. To ensure the high number of returned questionnaires and high quality of data collection, the researcher 
followed up with the representatives of the respondents by telephone calls and visits. Voght (2007) stressed that to receive 
high-quality data collection and high return of the research questionnaires, the researcher needs to make a frequent follow-up 
with the respondents. The researcher collected the filled questionnaires from the respondent’s representatives after the due 
date. There was a total of 118 returned questionnaires were collected and 26 sets of questionnaires were not returned. The 
percentage of questionnaires collected was 81.94 percent out of a total of 144 sets of questionnaires distributed. The rate of 
returned questionnaires is considered high due to persistent follow-up by the researcher. Table 3.2 shows the respondent’s 
responses to the survey questionnaire. 


Table 1: Respondent’s Response to Survey Questionnaire 


Details N % 
Number of questionnaires distributed 144 100.0 
Number of questionnaires returned 118 81.94 
Number of questionnaires unreturned 26 18.06 
Number of questionnaires uncompleted 0 0 
Number of questionnaires used in research 118 81.94 
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The research instrument in this present study was a questionnaire. The questionnaire survey was used to collect the 
research data. Chua (2012) asserted that the norm of social science research is to use the questionnaire as a research instrument 
which is designed specifically to collect data. An instrument is a tool for any specific research and it must be used to collect 
data and it can be moulded, modified, and tailor-made on the basis that it is adapted from the existing instrument and suit the 
demand of the researcher (Chua, 2012). 

In this study, the researcher utilizes a set of questionnaires as a research instrument and respondents will answer those 
questionnaire surveys individually. The questionnaire is divided into four parts. The first part is the demographic information 
about the participants. The second part is the multifactor leadership style questionnaires based on three styles of leadership 
behavior developed by Bass and Avolio (1995) to examine the multifactor leadership style practiced at the Harbin Institute of 
Technology organization. The third part is to examine the organizational culture practiced at Harbin Institute of Technology 
and the last part is to survey the employee performance. Except for the first part, all the other parts used the 5-point Likert 
scale. The questionnaire in the study was based on previous research and the researcher has to make a few adjustments to suit 
the structure of the organization in the study. 

For this study, as mentioned earlier, the researcher will utilize a set questionnaire as an instrument that will be answered 
by the respondents individually. The said questionnaire consists of three parts that include demographic information, 
workload, role ambiguity, work environment, and cyber-loafing which have 32 items in total. The components of the 
questionnaire items are shown in Table 2.-. 


Table 2: Number of Items in the Questionnaire 


No Section Number Source 
of Items 

1 A: Demographic Information 6 Demography 

2 B: Multifactor Leadership Style 45 MLQ-5X — Avilio and Bass (1995) 

3 C: Organizational Culture 16 Quinn and Spreitzer’s Instrument (1991) 

4 D: Employee Performance 20 Role-based Performance Appraisal — 
Welbourne T.M., Johnson D.E. and Erez 
A. (1998) 

Total of Items 87 


In summary, the questionnaire survey which acts as a research instrument consists of 87 items and is estimated to take 
less than 30 minutes to answer all the questions in the questionnaire. Section A in this questionnaire used a nominal scale, and 
sections B, C, and D used to scale as a unit of measurement utilizing the Likert 5-point scale whereby number 1 represents 
the statement “Strongly Disagree”, number 2 represents the statement “Disagree”, number 3 represents the statement 
“Neutral”, number 4 represents the statement “Agree” and finally number 5 represents the statement “Strongly Agree”. Babbie 
(2007) suggests that the Likert scale is most suitable to measure questionnaire responses from the respondents. 


Findings and Interpretation 


As the aim of the study is to examine three objectives which are to identify the level, relationship, and influence between 
the predictor variables and response variable, this chapter will discuss in detail these three objectives. The objectives of the 
research had been achieved by deploying the descriptive analysis method by utilizing mean and standard deviation, Pearson’s 
Correlation Test, and Linear Regression Analysis. In this regard, further discussion will focus on these objectives and their 
hypotheses testing. 


Objective 1: To examine the level of multifactor leadership style, organizational culture, and employee 
performance at the Harbin Institute of Technology 


The researcher used descriptive analysis to answer the question “What is the level of multifactor leadership style, 
organizational culture, and employee performance at Harbin Institute of Technology?” Overall, based on descriptive analysis 
which utilized mean and standard deviation, the research findings show that overall, the respondents scored multifactor 
leadership style at a high level (mean = 3.6166, SD = 0.19371) whilst organizational culture weighted at a high level with the 
mean = 3.4915 and SD = 0.50742 as well. Employee performance scores (mean = 3.45, SD = 4.0568) showed a high level 
among the respondents. 
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Objective 2: To examine the relationship and influence of multifactor leadership style on employee performance 
at the Harbin Institute of Technology 


For the second objective and in parallel to the research question on the relationship and the influence between independent 
variable and dependent variable which is “What is the relationship and influence of multifactor leadership style toward 
employee performance at Harbin Institute of Technology?” To find an answer to this particular question, inferential statistical 
analysis was employed with Pearson’s correlation test and linear regression analysis with the “Enter “method on a predefined 
hypothesis. For Pearson’s correlation test, the results yielded p-value = 0.01 and the correlation coefficient r = 0.565 for the 
multifactor leadership style. The interpretation of these results indicates that there is a positive and significant relationship 
between the predictor variables and the response variable. This relationship between multifactor leadership and employee 
performance is considered a strong relationship. Meanwhile, the result of linear regression analysis also shows multifactor 
leadership style has a significant influence on employee performance with the value R = 0.565 and R2 = 0.319. Therefore, the 
researcher has concluded that the multifactor leadership style has a significant relationship and a significant influence to 
determine employee performance at the Harbin Institute of Technology. 


Objective 3: To examine the relationship and influence of organizational culture on employee performance at 
Harbin Institute of Technology. 


This is the third objective of the research paper. This objective led to the question of the relationship and influence of 
organizational culture on the response variable which is “What is the relationship and influence of organizational culture 
toward employee performance at Harbin Institute of Technology?” To find an answer to this particular question, inferential 
Statistical analysis was employed with Pearson’s correlation test and linear regression analysis with the “Enter “method on 
predefined hypotheses. For Pearson’s correlation test, the results yielded p-value = 0.01 and the correlation coefficient r = 
0.237 for organizational culture. The interpretation of these results indicates that there is a positive and significant relationship 
between the predictor variables and response variable but the value of significance is low. This relationship between 
organizational culture and employee performance is considered a weak relationship. Meanwhile, the result of linear regression 
analysis also shows organizational culture has only a slightly significant influence on employee performance with the value 
R = 0.237 and R2 = 0.056. Therefore, the researcher has concluded that organizational culture has a very minimal significant 
influence to determine employee performance at the Harbin Institute of Technology. 

There is a leadership style that is practiced at Harbin Institute of Technology Since the research only to find out to what 
extent the level, the relationship, and the influence of the multifactor leadership style toward employee performance, the 
researcher is in the opinion that the questionnaire on multifactor leadership style can be broken down further to identify if the 
Harbin Institute of Technology organization applies a transformational leadership, or transactional leadership, or laissez-faire 
leadership. As this research concentrates on three objectives as outlined earlier in chapter one, the researcher can suggest 
Harbin Institute of Technology take a look at the transformation of leadership styles to be the new paradigm in their 
organization. It is considered the proactive leadership style as its leaders exercise flexibility in the implementation of policies, 
processes, and procedures with the thought of employees’ implication at the back of their minds (Burg-Brown, 2016). 
Furthermore, the transformational method is widely used compared to the other leadership styles. 


Conclusion 


Harbin Institute of Technology also needs to nurture the ‘right’ organizational culture. As Schein (2004) suggested the 
basic underlying assumptions are powerful enough to be part of organizational culture. Harbin Institute of Technology must 
be proactive to instil a culture of cooperation among its employees as the organizational culture can have a direct impact on 
employee performance. Schein (2004) states that organizational culture relates to the internal environment of the organization 
which observed people within the organization perform their duties and reach goals set up by the organization. 

At the same time, the management of Harbin Institute of Technology needs to be aware that the well beings of the 
employees are of the utmost importance to bolster employee performance. As long as the employees feel that the basic needs 
such as food, safety, love, and self-esteem; the employees will concentrate on their work. Employee performance will also 
increase provided that the organization subscribes to McClelland’s Achievement Theory which called for the need for 
achievement, need for affiliation, and need for power. 


© Author(s); CC BY-NC 


June 2, 1 (2023) Zijia 


References 


Abuzarqa, R. (2019). The Relationship between Organizational Culture, Risk Management, and Organizational Performance. 
Cross-Cultural Management Journal, XXI (1/2019), 13-20. 

Agodu, I. (2018). Leadership Style and Companies' Success in Innovation and Job Satisfaction: A Correlational Study. 
Doctoral Dissertation, University of Pheonix, Arizona. Retrieved from ProQuest Dissertations and Theses Database. 
(ProQuest Number: 13883355) 

Alghazo, A. M., & Al-Anazi, M. (2016). The Impact of Leadership Style on Employee's Motivation. International Journal of 
Economics and Business Administration, 2(5), 37-44. 

Anandri, A. A. (2016). The Relationship between Local Government Administrative Leadership Styles and Organization 
Outcomes. Doctoral Dissertation, Walden University. Retrieved from ProQuest Dissertations and Theses Database. 
(ProQuest Number: 10134346) 

Avolio, B. J., & Bass, B. M. (2004). MLQ: Multifactor Leadership Questionnaire. Menlo Park, CA: Mind Garden. 

Babbie, E. R. (2007). The Practice of Social Research. California: Thomson Wadsworth. 

Bartlet, I. J., Kotrlik, J. W., & Higgins, C. C. (2001). Organizational Research: Determining Appropriate Sample Size in 
Survey Research. Information Technology, Learning, and Performance Journal, 19(1), 43-50. 

Basit, A., Sebastian, V., & Hassan, Z. (2017, November). Impact of Leadership Style on Employee Performance © 

(A Case Study on a Private Organization in Malaysia). International Journal of Accounting & Business Management, 5(No. 
2), pp. 112-130. doi: 24924/ijabm/2017.11/5.iss2/112.130 

Bass, B. M., & Riggio, R. E. (2006). Transformational Leadership (2nd ed.). Mahwah, NJ: Lawrence Erlbaum Associates. 

Bowling, A. (2005). The mode of questionnaire administration can have serious effects on data quality. Journal of Public 
Health, 27(3), 281-291. 

Burg-Brown, S. A. (2016). The Relationship between Leadership Styles and Organizational Performance Moderated by 
Employee Job Satisfaction in United States Government Agencies. Doctoral Dissertation, Capella University. 
Retrieved from ProQuest Dissertations and Theses Database. (ProQuest Number: 10240572) 

Cherry, K. (2018, November 11). The Five Levels of Maslow's Hierarchy of Needs. Retrieved from very well mind: 
https://www.verywellmind.com/what-is-maslows-hierarchy-of-needs-4 136760 

Cherry, K. (2019, March 11). Leadership Styles and Frameworks You Should Know. Retrieved from very well mind: 
https://www.verywellmind.com/leadership-styles-2795312 

Chirasha, V., Chipunza, C., & Dzimbiri, L. (2018, August 28). Measuring Employee Performance in Gweru and Kwekwe 
City Councils in Midlands Province, Zimbabwe. African Journal of Business Management, 12(16), 509-517. 
doi: 10.5897/AJBM2017.8484 

Chua, Y. P. (2012). Mastering Research Methods. New York: McGraw Hill. 

Cohen, J. (1988). Statistical Power Analysis for the Behaioral Sciences, 2nd Edition. Hillsdale, NJ: Lawrence Erlbaum. 

Cohen, J., & Swerdlik, E. (2002). Psychological Testing and Assessment: An Introduction to Tests and Measurement (5th 
Edition). New York: McGraw-Hill. 

Cooper, D. R., & Schindler, P. S. (2014). Business Research Methods (Twelfth ed.). New York: McGraw Hill. 

Cozby, P. C., & Bates, S. C. (2015). Methods in Behavorial Research (12th Ed.). New York, NY: McGraw - Hill Education. 

Cresswell, J. (2009). Research Design: Qualitative, Quantitative, and Mixed Methods Approaches (3rd ed.). Thousand Oaks, 
CA: Sage Publications. 

Creswell, J. W. (2013). Research Design: Qualitative, Quantitative, and Mixed Methods Approaches. Sage Publications. 

Delaney, J. T., & Huselid, M. A. (1996). The Impact of Human Resource Practices on Perceptions of Organizational 
Performance. Academy of Management Journal, 949-969. doi: 10.2307/256718 

Drucker, P. F. (2007). Management: Tasks, Responsibilities, Practices. New York: Truman Talley Book. 

Hofstede, G., Neuijen, B., Ohayiv, D. D., & Sanders, G. (1990). Measuring Organizational Culture: A Qualitative and 
Quantitative Study Across Twenty Cases. Administrative Science Quarterly, 35(2), 286-316. 

Holen, A. L., & Jenssen, I. J. (2018). A Study of Change Leadership. University of Agder, 1-57. Retrieved from 
https://uia.brage.unit.no/uiaxmlui/bitstream/handle/1 1250/2561973/Holen%2C%20A malie%20Liadal%200g%20Jens 
sen%2C%20Inge%20Johan.pdf?sequence=1 &isAllowed=y 

Hurduzeu, R.-E. (2015). The Impact of Leadership on Organizational Performance. SEA -Practical Application of Science, 
MI (1 (7)), 289-293. 

Ilham, R. (2018, March). The Impact of Organizational Culture and Leadership Style on Job Satisfaction and Employee 
Performance. Journal of Advanced Management Science, 6(1), 50-53. doi: 10.18178/joams.6.1.50-53 

Jaleha, A. A., & Machuki, V. N. (2018, December). Strategic Leadership and Organizational Performance: A Critical Review 
of Literature. European Scientific Journal, 4(35). doi: 10.19044/esj. 2018.v14n35p124 

Janicijevic, N., Nikcevic, G., & Vasic, V. (2018). The Influence of Organizational Culture on Job Satisfaction. Economic 
Annals, LXIII (No. 219 / October - December 2018), 83-114. doi:10.2298/EKA1819083J 


© Author(s); CC BY-NC 


June 2, 1 (2023) Zijia 


Jimenez, M. (2018). Leadership Style, Organizational Performance, and Change Through the Lens of Emotional Intelligence. 
Foundations of Management, 10(2018), 237-250. doi:10.2478/fman-2018-0018 

Jing, F. F., & Avery, G. C. (2016). Missing links in understanding the relationship between leadership and organizational 
performance. The International Business & Economics Research Journal, 15(107). doi:10.19030/iber. 1513.9675 

Ju, S., Kong, L., Hj Hussin, Z., & Jusoff, K. (2008, August). The Influence of Employee Benefits Towards Organizational 
Commitment. Asian Social Science, 4(8), 147-150. Retrieved from www.ccsenet.org 

Juneja, P. (n.d.). Edgar Schein Model of Organization Culture. Retrieved July 9, 2019, from Management Study Guide: https:// 
www.managementstudyguide.com/edgar-schein-model.htm 

Kanoon, D. (2014, December 8). Theories of International Trade-Theory of Comparative Advantage. Retrieved April 27, 
2018, from  http://www.desikanoon.co.in: — http://www.desikanoon.co.in/2014/12/theories-of-international-trade- 
comparative-advantage.html 

Khan, M. S. (2015). The Styles of Leadership: A Critical Review. International Institute for Science, Technology, and 
Education (IISTE), 5(3), 87-93. 

Kinsler, L. L. (2017). A Comparison of The Leadership Style Perceptions of School Board Presidents and Public-School 
Board Superintendents. Doctoral Dissertation, Neumann University. Retrieved from ProQuest Dissertations and Theses 
Database. (ProQuest Number: 10693023) 

Kotter, J. P. (2001, December). What Leaders Really Do. Harvard Business Review, 16-24. 

Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research Activities. Educational and Psychological 
Measurement, 30, 607-610. 

Kukreja, S. (n.d.). McClelland’s Theory of Needs (Power, Achievement, and Affiliation). Retrieved June 21, 2019, from 
Management Study HQ: https://www.managementstudyhg.com/mcclellands-theory-of-needs-power-achievement- 
and-affiliation.html 

Ludolf, N. V.-E., Silva, M. d., Simões Gomes, C. F., & Oliveira, V. M. (2017). The Organizational Culture and Values 
Alignment Management Importance for Successful Business. Brazilian Journal of Operations & Production 
Management, 14((2017)), 272-280. doi:10.14488/BJOPM. 2017.v14.n2.a15 

Martin, W. (2017). Leadership: Outdated Theories and Emerging Non-Traditional Leadership. Doctoral Dissertation, 

Northcentral University, San Diego, CA. Retrieved from ProQuest Dissertations and Theses Database. (ProQuest 

Number: 10688717) 

Maswani, Rahmat, S., & Rina, A. (2019). The Relationship between Organizational Culture and Job Satisfaction Towards 

Organizational Commitment and Employee Performance. RJOAS Russian Journal of Agricultural and Socio- 

Economics Sciences, 88(4), 144-152. doi: 10.1855 1/rjoas.2019-04.19 

Muizu, W., & Sari, D. (2019, March). Improving Employee Performance Through Organizational Culture, Leadership, and 

Work Motivation: Survey on Banking Organizations in Southeast Sulawesi. Jurnal Bisnis & Manajemen, 20(No. 1, 

March 2019), 71-88. 

Mulder, P. (2018). Handy Model of Organisational Culture. Retrieved July 9, 2019, from ToolsHero: 

https://www.toolshero.com/management/handy-model/ 

Mulyani, S., Sari, M., Sari, V., & Tawakaini, W. (2019). The Effect of Locus of Control and Organizational Culture Toward 
Employee Performance with Organizational Commitments as Intervening Variable. JEMA Jurnal Ilmiah Bidang 
Akuntansi dan Manajemen, 16(No. 2 (2019)), 147-19. Retrieved from http://riset.unisma.ac.id/index.php/jema (e- 
ISSN: 2597-4071) 

Musinguzi, C., Namale, L., Rutebemberwa, E., Dahal, A., Nahirya-Ntege, P., & Kekitiinwa, A. (2018). The relationship 
between leadership style and health worker motivation, job satisfaction and teamwork in Uganda. Journal of Healthcare 
Leadership, 10, 21-32. 

Naranjo - Valencia, J. C., Jimenez - Jimenez, D., & Sanz-Valle, R. (2016). Studying the links between organizational culture, 
innovation, and performance in Spanish companies. Revista Latinoamericana de Psicologia, 48, 30-41. 
doi: 10.1016/j.rlp.2015.09.009 

Nawoselng'ollan, D., & Roussel, J. (2017, July). Influence of Leadership Styles on Employee's Performance: A Study of 
Turkana County, Kenya. International Journal of Business and Social Science, 8(Number 7), 82-98. Retrieved from 
www. ijbssnet.com/journals/Vol_8 No_7_July_2017/9.pdf 

Northouse, P. G. (2016). Leadership: Theory and Practice (Seventh ed.). Thousand Oaks, CA, USA: SAGE Publications Inc. 

Nuryasman MN, & Suryaman, E. (2018, February). The Influence of Organizational Culture and Work Motivation Toward 
Employee Performance (Case Study on Employees of PT Inoac Polytechnic Indonesia). Jurnal Manajemen Universitas 
Tarumanagara, XXII (No. 01), 74-90. doi: http://dx.doi.org/10.24912/jm.v2211.314 

Popa, B. M. (2012). The Relationship between Leadership Effectiveness and Organizational Performance. Journal of Defense 
Resources Management, 3(1), 123-127. 

Quantitative Approaches. (n.d.). Retrieved July 16, 2019, from CIRT Center for Innovation in Research and Teaching: 
htps://cirt.gcu.edu/research/developmentresources/research_ready/quantresearch/approaches 


© Author(s); CC BY-NC 


June 2, 1 (2023) Zijia 


Riedle, D. (2015). Transformational vs. Transactional Leaders: How Different Leadership Behaviors and Communication 
Styles Affects Levels of Employee Motivation in the Financial Industry. Master's thesis, Southern Illinois University. 
Retrieved from ProQuest Dissertations and Theses Database. (UMI Number: 1591122) 

Riley, J. (nd.). Models of Organisational Culture - Schein. Retrieved July 9, 2019, from Tutor2u: 
https://www.tutor2u.net/business/reference/models-of-organisational-culture-schein 

Saeed, R., Hussain, A., Ali, S., & Hussain, S. (2016). Impact of Leadership Styles on Employee's Performance. Pakistan 
Academy of Marketing Journal, 01(No. 1), 7-13. 

Saleem, H. (2015). The Impact of Leadership Styles on Job Satisfaction and Mediating Role of Perceived Organizational 
Politics. Procedia - Social and Behavioral Sciences, 172(2015), 563-569. Doi: 10.1016/j.sbspro.2015.01.403 

Schein, E. H. (2004). Organizational Culture and Leadership (Third ed.). San Francisco: Jossey-Bass. 

Sethibe, T., & Steyn, R. (2016). Innovation and Organizational Performance: A Critical Review of the Instruments Used to 
Measure Organizational Performance. The Southern African Journal of Entrepreneurship and Small Business 
Management, 8(1). 

The Mind Tools Content Team. (n.d.). McClelland's Human Motivation Theory. Retrieved June 2019, from MindTools: 
https://www.mindtools.com/pages/article/human-motivation-theory.htm 

Welbourne, T. M., Johnson, D. E., & Erez, A. (1998). The Role-Based Performance Scale: Validity Analysis of a Theory- 
Based Measure. 

Wikipedia. (2021, January 24). Wikipedia. Retrieved from Harbin Institute of Technology: 
https://en.wikipedia.org/wiki/Harbin_Institute_of Technology 

Zailinawati, A., Schattner, P., & Mazza, D. (2006, August 31). Doing a Pilot Study: Why Is It Essential? Malays Farm 
Physician, 1(2-3), 70-73. 


© Author(s); CC BY-NC 


